Work values influence our attitudes and behavior at work, but they have rarely been explored in the context of work stress. The aim of this research was thus to test direct and moderating effects of Chinese work values (CWV) on relationships between work stressors and work well-being among employees in the Greater China region. A self-administered survey was conducted to collect data from three major cities in the region, namely Beijing, Hong Kong, and Taipei (N = 380). Work stressors were negatively related to work well-being, whereas CWV were positively related to work well-being. In addition, CWV also demonstrated moderating effects in some of the stressor-job satisfaction relationships.
identification with the values and goals of the organization, devotion to the job, and willingness to serve the organization. In mainland China, "love your factory as your family" is a popular slogan of party propaganda, whereas in Taiwan, voluntarily working overtime for no compensation is a show of loyalty to the organization (Chang & Lu, 2007) . Empirically, loyalty to the organization was found to promote job satisfaction, as well as buffer the noxious effects of work stress for Chinese employees in the Greater China region (Lu, Siu, & Lu, 2010) , possibly because Chinese workers regarded the organization as an important "group."
In empirical research, Huang, Eveleth, and Huo (1998) were the first to systematically delineate Chinese work values (CWV) as embedded in the Confucian tradition, and they found that collectivism, endurance, hard work, and guanxi, as defined above, could indeed predict work performance of workers in Taiwan and Hong Kong. Later, Siu, Lu, and Cheng (2003) also found that among employees in Hong Kong and mainland China, those who scored higher on CWV reported higher job satisfaction, but no moderating effects were found. Taken together, limited empirical evidence supports the direct beneficial effects of CWV for Chinese workers, but moderating effects
have not yet been supported. In the present study we thus attempted to further test the possible moderating effects of CWV, including workers drawn from all the important subregions of the Greater China. We thus hypothesize: Hypothesis 1: Chinese work values will be related to work well-being. Specifically, they will be positively related to job satisfaction but negatively related to physical and behavioral symptoms.
Hypothesis 2:
Chinese work values will moderate the impact of work stressors on work well-being.
Specifically, the negative effects of work stressors on job satisfaction and the positive effects on physical and behavioral symptoms will be greater when Chinese work values are low than when they are high.
To sum, in the present study we focused on both the direct and moderating effects of Chinese work values on work well-being for employees in the Greater China region, including mainland China, Hong Kong, and Taiwan. This sampling strategy would enable better generalizability of our findings to the Chinese populations. Furthermore, we focused on the three most important work stressors and four most relevant dimensions of the CWV to improve the internal validity of our study.
Method

Procedure
We used a self-administered structured questionnaire to collect data from employees in Beijing, Hong Kong, and Taipei. Respondents were invited to participate through personnel managers or contact persons known to the researchers in each organization. Questionnaires were distributed in booklet form, along with a cover-letter assuring anonymity and voluntary participation. Completed questionnaires were mailed back to the researchers directly. The overall response rate was 68.6% (Hong Kong: 37.5%, Beijing: 71.1%, Taipei: 97.3%). This is the post-printed version of an article. The final published version is available at The Journal of Social Psychology 151: 6 (2011) Internal locus of control is a generalized belief that personal actions are consistent with consequences. Self-efficacy refers to an individual's belief in his/her own effectiveness. Resilience is a construct connoting the maintenance of positive adaptation by individuals despite experiences of significant adversity. All of the three constructs are clearly related to the Chinese work values of hard work and endurance, as gauged in the present study. The Chinese cultural context of collectivism and guanxi may also re-shape the apparently individual-focused nature of internal control and self-efficacy into a social-oriented act, emphasizing role-playing and duty-fulfillment (Lu, 2008) . Thus, using (cultural) values as higher abstracting constructs, Chinese work values as studied herein encompass the above known personal stress buffers, effective through the mechanism of hardworking and role obligation.
Third, in the collectivist and relation-oriented (guanxi) Chinese societies, accepting and respecting the social order is a strong imperative, which creates, nurtures, socializes, and constricts individuals to find their identity/position in the social world and diligently carry out the subscribed social obligations of this identity/position (The Chinese Culture Connection, 1987; Ho, 1991). In the work context, this traditional value now means that once a worker is employed by the company, he should be devoted to the job, work diligently, and take full responsibility for the job. In other words, such an emphasis on group loyalty and respecting the social order results in strong identification with the values and goals of the organization, devotion to the job, and willingness to maintain harmonious work relations. Accordingly, for the Chinese workforce, Confucian-based work values may help produce devoted and responsible workers, who will double their efforts particularly in time of heightened stress. Taking ownership of the problem, exerting more effort, and perseverance in the face of hardship are all key features of people with internal control, self-efficacy beliefs, and strong resilience. Therefore, Chinese work values can act as potential stress moderators for Chinese employees through the mechanism of devotion and effort exertion.
Readers should keep in mind that the present study has certain limitations. First, the survey design was cross-sectional, thus no causal conclusions are legitimate. Second, our survey was conducted using the self-report method. Self-assessed scales mainly tap individual subjective experiences, which reflect the reality an individual observes rather than the reality that actually exists (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003) . To overcome these methodological biases, Podsakoff and colleagues (2003) suggested that researchers should obtain multiple measures of the constructs from multiple sources using multiple methods. Future studies may thus consider employing both subjective and objective measurements of work stressors and work well-being, so that a full picture of all crucial variables and their interactions in the workplace can be better understood.
Further, we only surveyed employees in three major cities, we cannot generalize our findings to people in other areas of the Greater China region. There is a significant difference in response rates from the three regions too. The low response rate in Hong Kong may be attributed to the particular sampling method used. The researcher in Hong Kong randomly selected companies from the official register to send questionnaires requesting participation, while researchers in Beijing and Taipei solicited personal acquaintances to help coordinate distribution and retrieval of questionnaires. Selfselection bias may thus be present, although any regional differences were statistically controlled post hoc. Finally, the sample sizes were not large enough for providing sufficient statistical power largely overlooked in the current work stress research. We speculated mechanisms for this moderation effect through workers' enhanced loyalty to the organization, hardworking and diligent role playing, and persistence and efforts exertion. Testing and refining these mechanisms can enrich work stress theories by involving processes related to social identification (to account for loyalty formation), social obligation (to account for role definition and role playing), and psychological resilience (to account for active coping). These will be promising directions for future research. The concluding message is that "culture" should be unpackaged, examined, and incorporated in our quest for better work adjustment and more effective managerial practices.
